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A. Background on Model 

A decade of research has identified the importance of both teacher quality and school leadership as the key 
levers for improved student achievement. While teacher quality is the single biggest factor influencing 
student achievement, strong principals are critical to teacher development and retention. In fact, principals 
account for 25 percent—and teachers 33 percent—of a school’s total impact on student achievement.1 

The Minnesota legislature responded to this research by passing legislation (Minnesota Statutes, section 
123B.147) in 2011.  The legislation requires that Minnesota school districts “develop and implement a 
performance-based system for annually evaluating school principals assigned to supervise a school building 
within the district.” A local evaluation system should be designed and implemented to “improve teaching 
and learning by supporting the principal in shaping the school’s professional environment and developing 
teacher quality, performance, and effectiveness.” Legislation also established a working group of 
stakeholders, including professional leaders, to develop a state example model for principal evaluation (See 
Measuring Principal Performance in Minnesota: A Report, Model and Recommendations). 

The purpose of the evaluation is to enhance a principal's leadership skills and support and improve teaching 
practices, school performance, and student achievement.  Although the working group was directed to 
develop a model for evaluation, statute clearly indicates that it is the responsibility of a district to develop 
and implement a performance-based system for annually evaluating school principals assigned to supervise 
a school building within the district. 

Specifications in statute require that the evaluation: 

 Be an annual evaluation 
 Include formative and summative evaluations 
 Be consistent with the job description, a district's long-term plans and goals, and the principal's 

own professional multiyear growth plans and goals; 
 Include on-the-job observations and previous evaluations; 
 Allow surveys to help identify a principal's effectiveness, leadership skills and processes, and 

strengths and weaknesses 
 Use longitudinal data on student academic growth as an evaluation component 
 Incorporate district achievement goals and targets 
 Be linked to professional development that emphasizes improved teaching and learning, curriculum 

and instruction, student learning, and a collaborative professional culture 
 Implement a plan to improve a principal's performance 
 Specify the procedure and consequence if the principal's performance is not improved 

                                                           
1 M. Clifford, E. Behrstock-Sherratt, and J. Fetters, The Ripple Effect:  A Synthesis of Research on Principal Influence to Inform Performance 
Evaluation Design. (Washington DC: American Institutes for Research, 2012); K. Leithwood et al, Learning From Leadership: Investigating the Links 
to Student Learning, (New York:  The Wallace Foundation, 2010); T. Waters, R. Marzano, and B. McNulty, Balanced Leadership: What 30 Years of 
Research Tells Us about the Effect of Leadership on Student Achievement (Denver: McREL, 2003). 
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The Principal Evaluation Working Group, appointed by the Minnesota Department of Education (MDE) 
Commissioner, included representatives from the Minnesota Association of Secondary School 
Principals and the Minnesota Association of Elementary School Principals. It submitted the Minnesota 
Principal Evaluation Model to the legislature in February 2012. During the 2012–2013 school year, 
MDE piloted principal evaluation in 17 districts, selected in part to vary by size, location, student 
demographics, and achievement outcomes. 

Districts had flexibility in how they implemented principal evaluation; most used at least some parts of 
the example model or refined it to their context. In 2013 FHI360 was commissioned to conduct a study 
and produce a report on the project. The Minnesota Principal Evaluation Model Pilot Study 
(https://www.fhi360.org/resource/minnesota-principal-evaluation-model-pilot-study-full-report-and-
executive-summary) made recommendations to inform improvements to principal evaluation overall 
and specifically to the example model.  

The report presents findings and recommendations that draw from data collected through confidential 
online surveys completed by principals and evaluators in the 17 pilot districts and interviews with 
principals and evaluators in four “case study” districts selected to help provide context for the survey 
data. 

In 2015 MDE began new work in the area of principal development and evaluation, funded by the Bush 
Foundation.  One of the goals was to refine the state principal example model based on results of the 
pilot.  With that direction, MDE made changes to the model based on recommendations from the 
report, stakeholders input, and research on the shifting role of the school principal.  This revised model 
is not mandated but serves as a resource to districts who wish to adopt it or use it as a template in 
designing their own system. 

The state model, or other effective evaluation systems, is designed to provide objective information 
about shared understandings and expectations that will support meaningful decisions for quality 
leadership. These expectations should be reflective of a district’s vision mission and goals and 
integrated in its strategic planning.  The district should clearly communicate the standards, purposes, 
procedures and acceptable levels of performance to the principals. The collection and use of 
evaluation information must be clearly defined in local policies and consistent with statute.  Data on 
individual principals generated in this process are personnel data under Minnesota Statutes, section 
13.43, and treated in the same manner as data generated for the teacher evaluation under 
Minnesota Statutes, sections 124A.40 and 124A.41.  No requirements exist for filing evaluation results 
with the state. The intent of the model is to create a continuous improvement cycle that results in 
improved leadership practice in Minnesota schools.  

B. Purposes of Principal Evaluation 

The purposes of principal evaluation include: 

 Enhancing a principal's leadership skills and support to improve teaching practices, school 
performance, and student achievement  

 Improving teaching and learning by supporting the principal in shaping the school's 
professional environment and developing teacher quality, performance, and effectiveness 
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 Supporting and improving a principal's instructional leadership, organizational management, 
and professional development, and strengthening the principal's capacity in the areas of 
instruction, supervision, evaluation, and teacher development”2 

 Supporting principals’ increasing effectiveness and professional practice growth over time 
using an ongoing, annual cycle of continuous improvement 

 Reinforcing district goals and plans by encouraging the alignment of principals’ professional 
practice goals, their school plans and goals, and their job descriptions with district priorities 

 Using promising practices, professional dialogue, and collaboration with colleagues to support 
leadership development 

 Collecting and using evidence for principals’ professional practice growth and continued 
employment 

 Guiding professional learning for principals based on their goals, supporting evidence, and 
results 

 Informing higher education principal development degree programs to encourage coursework 
is aligned to the principal performance measures and providing the opportunity to develop 
skills of effective principals 

C. Evaluators 

In order to best evaluate principals, the person serving in the evaluator role must understand that the 
evaluation is a not an event but a process that includes conducting observations, collecting evidence, 
coaching the principal, guiding professional growth, and providing a summative rating.  It is the 
superintendent’s responsibility to conduct the annual evaluation or to designate an individual who has 
the skills and knowledge to ensure that such a process is completed. 

D. Components of the Model  

Statute requires that the evaluation must be both formative and summative. The summative 
rating is based on two components of the model 

Component One--Student Outcomes (minimum of 35% of the summative rating) 
Component One, as identified in statute, requires the use of longitudinal data on student academic 
growth.  The state model incorporates this through a goal-setting process.  The principal is asked to set 
specific goals related to student achievement and school performance and is then evaluated on 
attainment of those goals during the evaluation period.  The goal setting is done in collaboration with 
the supervisor during Step 1 of the continuous improvement process. 

Identified goals could include proficiency or growth measures using MCA scores along with goals from 
other school performance areas as identified in the Worlds’ Best Workforce (e.g., graduation rates, 
reduction of achievement gaps, etc.).  Goals in this area may be subject and student group specific.  
Minnesota statute specifies that at least one goal should be based on student academic growth. It is 

                                                           
2 Minnesota Statute 123B.147 Principal Development and Evaluation.  
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also important that the principal’s goals are in alignment with the school improvement goals (See page 
13).   

The Overview of Available Student Outcome Data and Recommended Uses provides a list of possible 
indicators and measures along with sample goals.  This and other data use tools can be found at the 
Using Student Outcome Data webpage (http://education.state.mn.us/MDE/dse/prev/locres/data/). 

Component Two--Principal Professional Practice (maximum 65% of the summative rating) 
The evaluation conducted by the supervisor must be consistent with the job description, a district's 
long-term plans and goals, and the principal's own professional multiyear growth plans and goals.  
Minnesota’s principal performance measures with more detailed indicators are used as the basis for 
reviewing the principal’s work.  Rubrics and evidence sources are included to support completion of 
this portion of the evaluation. The model outlines the process for completing the model’s two 
components.  

A set of principal performance measures is critical to a strong evaluation program. According to 
statute, the leadership skills that must be covered are instructional leadership, organizational 
management, professional development, supervision, evaluation, and teacher development. Listed 
below are the Minnesota Principal Development and Evaluation Performance Measures: 

1. Develops, Advocates for, and Enacts a Shared Vision for High Student Achievement Supported 
by a Culture of High Expectations and Family Engagement 

2. Provides Instructional Leadership for High Student Academic Performance 

3. Develops and Maintains a High-Quality, Effective Staff 

4. Demonstrates Ethical Personal Leadership through Relationship Building, Effective 
Communication, and Self-Reflection 

5. Strategically Manages and Monitors School Systems and Operations 

Each principal performance measure has several indicators that describe a principal’s professional 
practice skills in more detail (See Appendix B). 

Rubrics are designed to support consistency of implementation and decision-making by a 
supervisor.  They are also crucial in describing expectations for performance and serving as a 
basis for self-assessment and development of growth plans.  Rubrics are to be based on clearly 
defined evidence and measures.  A variety of evidences and artifacts may be used to 
demonstrate that a particular competency has been met in whole or in part.  This evidence may 
consist of observations, stakeholder feedback, student or staff data, activities, documents 
and/or feedback that are tangible proof or confirm the work of the principal and support the 
rating given on a performance measure.  The measures used in the evaluation system should 
have strong correlation to the criteria being evaluated. 

The Minnesota model has a complete set of rubrics for each performance measure and indicators. 
Suggested evidences are also listed with each rubric.  It is recommended that the supervisor use the 
rubric in the evaluation process.  The rubric, that describes principal actions aligned with the 
performance measures, covers the domains of practice described in statute. The Minnesota Principal 
Development and Evaluation Rubric is available at MDE’s Principal Development and Evaluation State 
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Model webpage (http://education.state.mn.us/MDE/dse/prev/model/) and can also be found in 
Appendix G. 

Surveys and Stakeholder Feedback 

As mentioned previously, statute allows “surveys to help identify a principal's effectiveness, leadership 
skills and processes, and strengths and weaknesses.”  The model recognizes surveys as important tools 
to inform principals’ self-assessments, shape their goal-setting process, and demonstrate changes in 
their professional practice over time. When considering principal practice performance, stakeholder 
feedback is intended to act as one piece of information to assist principals and supervisors in a 
comprehensive assessment, analysis, and realization of effective practice. For this reason, the model 
does not assign a weight or point value to survey results when calculating a summative rating. How 
survey feedback can inform and compliment the steps in the annual continuous improvement cycle is 
outlined in Section G of this guide.  The state model provides the Teacher Survey for Principal 
Development and Evaluation along with the Administration Guidance Document as stakeholder 
feedback resources. The survey, which is aligned to the Minnesota Principal Development and 
Evaluation Performance Measures, was created by stakeholders and tested to be valid and reliable.  
These documents can be found at the Using Stakeholder Feedback page 
(http://education.state.mn.us/MDE/dse/prev/locres/feed/). Local District Decisions 

Local District Decisions 

Some of the requirements are appropriately the responsibility of the local district or are dependent on 
the outcomes of the evaluation itself.  For example, it would be difficult to write a district’s goals into 
the state model. Also, prescribing developmental activities for a growth plan that are tied to insights 
gained as an outgrowth of the evaluation itself is appropriately a decision between the principal and 
the supervisor. As a result these are not part of the model but will be included as direction for the 
district. These areas include: 

1. Support to improve a principal's instructional leadership, organizational management, and 
professional development, and strengthen the principal's capacity in the areas of instruction, 
supervision, evaluation, and teacher development 

2. Principal's job description 
3. District’s long-term plans and goals 
4. Principal's professional multiyear growth plans and goals, all of which must support the 

principal's leadership behaviors and practices, rigorous curriculum, school performance, and 
high-quality instruction 

5. Discretion to substitute or revise forms specified in the model 
6. Discretion to adjust the component rating percentages as long as the student outcome 

component remains at a minimum of 35 percent 
7. Professional development that emphasizes improved teaching and learning, curriculum and 

instruction, student learning, and a collaborative professional culture 
8. A plan to improve the principal's performance and specify the procedure and consequence if 

the principal's performance is not improved. 
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Formative Nature of Evaluation 
Determining a principal’s rating is an ongoing process—not a one time, year-end event. Behind a final 
performance rating is a year of observations, evidence collection, and coaching and conversations 
about professional practice and school and learner outcomes. The main focus of principal evaluation 
should be supporting principals’ professional growth, based on an assessment of their strengths and 
weaknesses against the leadership skills and practices known to increase student achievement.   

E. Roles and Responsibilities of Principal Supervisors and Principals 

To ensure the success of development and evaluation process, the role of supervisors and principals 
should be clearly defined. These roles should be complementary, supportive, and cooperative, taking 
place in a non-threatening and collegial environment. Both the principal and the supervisor must be 
familiar with current statute and the state model. Both must be clear in their understanding of the 
purposes of evaluation and any implications the results may hold.  (Responsibilities are covered in 
detail later in the five steps of the continuous improvement process.) 

For example, a principal supervisor (often with the involvement and advice of other district 
administrators) typically takes on the following roles: 

 Seeks the guidance necessary to direct and support the principal’s professional practice and 
growth using the district’s principal performance measures 

 Ensures that the state model is adapted to fit the district context, and still meets the statutory 
requirements 

 Guides the implementation of the principal evaluation system, including facilitating the review 
conferences, and conducting observations 

 Gathers data, evidence, and artifacts  
 Assigns the final summative review rating to a principal based on evidence 
 Makes recommendations on how to improve the evaluation system that includes feedback from 

the principal and other district administrators 

A principal typically takes on the following roles: 
 Approaches the process with engagement and a desire to increase leadership skills 
 Uses evidence to assess skills, and sets goals to improve professional practice on the district’s 

principal performance measures 
 With the supervisor, sets professional practice and student outcome goals 
 Implements plans and strategies on a timeline to achieve leadership goals 
 Gathers data, evidence, and artifacts to demonstrate performance in relation to principal 

performance measures and progress in attaining goals. 
 Participates actively in review conferences 
 Reflects on annual progress and renews personal commitment to next year’s continuous 

improvement goals and actions 
 Provides feedback to the supervisor on how to improve the district’s principal evaluation system 

F. The Annual Continuous Improvement Process 

Integral to the model is the process for completing the evaluation.  The model does not include a 
specific set timeline for completion of each step.  However, the steps fit naturally within a yearly 
timeframe, and each district is encouraged to implement as appropriate to its needs.  The continuous 
improvement process is at the core of implementing the state model. Within this process, districts 




























































































































































